








Purpose: While a range of studies have been undertaken on Role Efficacy (RE) and Managerial Effectiveness (ME), understanding of the link between RE and ME in the extant literature remains underdeveloped and, in particular, there is a need to develop appreciation of the phenomenon in varying (national and cultural) contexts. This study aims to advance understanding of ME by considering the relationship between RE and ME in the Indian context. In tandem with this focus, the study considers the influence of social cognitive frameworks and adaptive self-regulation mechanisms.
Design/Methodology/Approach: The study employs a quantitative methodology and follows a correlational design. A survey questionnaire was employed sequentially (the independent variable was measured at time 1 and the dependent variable was measure at time 2) in order to collect data from 294 Indian managers. Structural equation modelling was used to ascertain the validity of measures and multiple hierarchical regression analysis was conducted to test the study hypotheses. 
Findings: The results of the study identify that RE dimensions i.e. role making, role centering and role linkage were significantly and positively related to ME and these findings are particularly important in relation to the transforming cultures of Indian work and organizational environments. Our findings advance understanding of social cognitive theory and adaptive self-regulation processes in relation to RE and ME.
Research limitations/Implications: The study employed a survey-based correlational design employing a bivariate analysis and was mindful of the inherent boundaries and limitations of these approaches. The sampling was conducted by access granted and governed by the participating organizations. In future studies, a propensity of male respondents in the resultant sample could be revisited to achieve a greater gender balance and equally the study could be undertaken in alternative and additional cultural contexts in order to extend understanding of RE: ME relationships in a range of settings.
Originality/Value: The study identifies a significant role for RE in relation to beneficial outcomes for ME. These findings contribute to the field of social cognitive mechanisms by establishing positive relationships in domain link efficacy i.e. RE and ME. 







In recent decades, role efficacy (RE) has emerged as a significant concept in managerial and organizational analyses (Bamel et al., 2016; Beauchamp et al., 2002; Upadhyay (​http:​/​​/​scholar.google.co.uk​/​citations?user=0TOMbPkAAAAJ&hl=en&oi=sra​) el al., 2016). RE may be understood as the extent to which one feels, and is, effective in a given role (Pareek, 1987; 2008). Empirically, research has identified the linkage of RE with, and as a significant predictor of, many workplace related constructs, for example: managerial flexibility (Bamel et al., 2016); quality orientation (Hassan, Hashim, and Ismail, 2006); organizational citizenship behaviour (McAllister et al., 2007; Bolino et al, 2015; Kim, Eisenberger and Baik, 2016); role conflict and creativity (Giustiniano, Lombardi and Cavaliere, 2016); and, work related stress (Sayeed and Kumar, 2010; Khamisa et al, 2016). The growing discussion on RE highlights the potential that the concept appears to offer scholarly investigation. Moreover, given the longstanding dialectic between efficacy and effectiveness (Drucker, 2007), it is reasonable to anticipate that RE is likely to have linkages with concepts such as managerial effectiveness (ME). 

Researchers have characterised ME in a variety of ways including, for example: successful job behaviour (Chai et al., 2016; Hamlin et al., 2016; Hamlin et al., 2017; Ruiz et al., 2014; Ruiz et al., 2017); job productivity/output (Austin et al., 1991); and, possession of skills and competencies (Analoui, Ahmed and Kakabadse, 2010). Furthermore, Tsui and Ashford’s (1994) seminal adaptive self-regulation model (i.e. self-goal setting, self-monitoring of behaviour referring to the goals and self-evaluation that characterise managerial activity) is a common influence in defining ME. The reflective aspects of Tsui and Ashford’s model provide a bridge between the contrasting self-defining dimensions, and the external assessment notions, within ME. Nevertheless, overall, whereas RE tends to be grounded on primarily an emic view (i.e. self-regarding and internalised perception), alternatively, ME, while possessing reflective elements, is often discussed from a more etic perspective. Thus, ME points at the connectivity of the individual with their own RE in relation to their performance as an externally assessed task or output which might be more generally considered to be of value and, importantly, ultimately impacts on organizational performance. Thus, the concept of adaptive self-regulation (representing a key mode of ME) originates from a long lineage of classical management approaches including, by way of example: multiple constituency approach (Tsui and Gutek, 1984); contingency perspective (Fiedler and Chemers’, 1967); path goal approach (House, 1971); and, a range of contemporary commentaries (Clampitt, 2012; Vivek, 2016; Aslam, 2016). In essence, these approaches acknowledge that managers operate in a social context which is constituted of multiple stakeholders (i.e. multiple constituencies) having many expectations and these expectations of relevant constituencies are significantly moderated by context characteristics. Managers who operate effectively are viewed as those who appreciate differential goals of relevant constituencies and adjust their goals and tactics accordingly. On the basis of the above observations, ME may, therefore, be broadly understood as successful job/role behaviour which satisfies stakeholders’ expectations. 

It is significant to note that within the span of work on ME - from the earliest up to and including more recent developments - scholars have considered the contribution of several ME variables encompassing both organizational and individual variables, for example: political skills (Snell et al., 2013; Ferris et al, 2016); altruistic behaviour, communication, and interpersonal relationships (Bamel et al., 2013); supervisory ability (Analoui, Ahmed and Kakabadse, 2010; Hamlin and Serventi, 2008); and, knowledge and intellectual abilities (Wang, 2011). Nevertheless, in spite of this important work a number of gaps exist in ME research i.e. studying ME from the perspective of social cognitive frameworks. Therefore, this study aims to advance the understanding of effectiveness research by examining the underlying dynamism between social cognitive frameworks and adaptive self-regulation mechanisms. By so doing, it responds to calls for novel scholarship in effectiveness research at all organizational levels and not least in to the call made in the inaugural issue editorial of Journal of Organizational Effectiveness: People and Process (Sparrow and Cooper, 2014). 

In the present examination, which refers to leadership efficacy and leadership effectiveness research (Ng et al., 2008; Chemers et al., 2000; Kane et al., 2002; Chai et al, 2016) RE (a specific form of efficacy) is anticipated to be positively related to ME. Role efficacy is defined as a specific form of efficacy which is related to role occupant’s confidence in his/her capabilities to carry out role functions successfully (Bray and Brawely, 2000). Simply stated, it may be seen as confidence to carry out formal role responsibilities (Beauchamp, 2007). For instance, Bray et al. (2004) examined the role efficacy with role performance of players of the Spanish youth soccer team. They identified and confirmed a positive relationship between role occupant’s confidence in his/her capabilities and role performance. Importantly, in spite of the fact that RE is widely accepted as a motivational construct for prediction of successful job-related behaviours (Pareek, 2008; Bray and Brawley, 2002) the relationship between RE and ME has not been extensively examined empirically. 

In addition, recent research in managerial and leadership effectiveness has also begun to consider the role of specific national and cultural contexts (Hamlin et al., 2016) including, for example: perceived managerial and leadership effectiveness within South Korean and British private companies (Hamlin et al., 2016); perceived managerial and leadership effectiveness within higher education in France (Hamlin and Patel, 2017); and, behavioural determinants of perceived managerial and leadership effectiveness in Argentina (Ruiz et al, 2016). In this regard, it is important to acknowledge that theoretical accounts of knowledge may be transformed while transferring an idea or concept from one (national) context to another context (Tsui, Nifadkar, and Ou 2007; Ruiz et al, 2014) due to cultural and organizational differences. In this way, India represents a particularly interesting site for the study of RE in relation to ME. India constitutes a major emerging economy and therefore is likely to have significant interactions and impacts on contemporary and future global business activities and practices. Moreover, in cross and inter-cultural terms, it is useful to note that, following the oft-cited framework of Hofstede (1980) and Hofstede et al. (1990), Indian organizational culture is characterised as having high power distance, collectivism, long-term orientation and restraint. As a consequence, it is valuable to note that this contrasts substantially with, for example, many western cultures. As a consequence, this examination is of direct value for Indian managers in assisting them to develop RE-based interventions with a view to enhancing their effectiveness. Finally, the study research team has ready access to sizeable research data and respondents in Indian settings. Thus, overall, a study which focuses on India offers a contextual and indigenous examination of the social cognitive perspectives and adaptive self-regulatory mechanisms in this context and assists in increasing the theoretical generalizability of RE and ME constructs. 

In response to the need to develop research into RE and ME, and also to respond to calls by Yeo and Neal, (2006) and Sparrow and Cooper (2014) for specific developmental activities in relation to effectiveness, the current study is structured in the following manner. First, the study conducts a literature review on RE and ME and associates this with notions of social cognitive theory and adaptive self-regulatory processes. This contextualises the research questions and points the way to the detailed development of the methodology section which empirically tests them by employing primary responses collected from Indian managers. The findings, in consideration with the literature, facilitate a discussion which leads to conclusions on the research questions and hypotheses. A number of limitations and managerial implications are also identified.  


Theoretical Background and Hypotheses

Role Efficacy (RE) 

RE may be understood as domain-linked perceived competence of a function holder to perform the essential tasks of a role effectively (Pareek, 2008; Ng et al., 2008; Upadhyay (​http:​/​​/​scholar.google.co.uk​/​citations?user=0TOMbPkAAAAJ&hl=en&oi=sra​) et al., 2016). RE facilitates the internal examination and judgement of internal strengths and capabilities of people. This internal assessment provides deeper awareness about self-capabilities and can lead to job performance enhancement. In tandem with RE, adaptive self-regulation mechanisms (a long established idea – see Tsui and Ashford, 1994; Niessen and Jimmieson, 2016) propose that an effective manager sets self-goals, monitors self-behaviour, self-evaluates behaviour and adjusts behavioural discrepancies in order to achieve goals. Our argument, proposes that the RE of a role occupant is likely to moderate role-behavioural discrepancies and lead to desired behavioural outcomes and builds on Bandura’s work (self-efficacy theory – 1977, 1999, 2007, 2015) and leadership efficacy research (Chai et al, 2016; Ng et al., 2008). Thus, a manager with high RE tends to set high performance standards, develop better behaviour strategies to meet the goals, and accomplish managerial tasks effectively. In alignment with earlier research (McAllister et al., 2007; Ng et al., 2008), the present argument proposes RE, more precisely, as domain specific efficacy. In particular, the extant literature (Ng et al., 2008; Upadhyay et al, 2016) highlights the primary importance of domain efficacy and its connectedness with the attainment of high performance. Efficacy and performance are closely linked across a range of domains, for example: empirical examinations in domain specific efficacy (i.e. leadership efficacy) research confirm the positive relationship of leadership efficacy and effectiveness (Ng et al., 2008; Chemers et al., 2000; Kane et al., 2002; Chai et al, 2016). Leaders who were found to be positioned high on leadership efficacy were given higher positive ratings in relation to performance by their stakeholder constituencies i.e. peers, trainers, and observers (Chemers et al., 2000). Moreover, findings from laboratory experiments (Kane et al., 2002) also concurred with propositions of self-efficacy theory and suggested that leaders with high leadership efficacy tend to set higher goals, design better strategies to achieve these goals, and ultimately display higher leadership performance. 

In recent decades, social cognitive theory (Bandura, 1999; 2007) has been widely used in order to explain individual task performance. Social cognitive frameworks are understood as powerful self-regulatory mechanisms positively affecting behaviours through a range of cognitive, motivational, and affective decision processes (Bandura, 1999). A meta-analytic investigation by Stajkovic and Luthans (1998) found that efficacy beliefs were positively related to individual task performance. Moreover, meta-analyses (Morris et al., 2015) demonstrated efficacy belief (both generalised and domain link/task specific) as a strong predictor of task performance. However, a further set of studies including, Yeo and Neal, (2006); Vancouver and Kendall, (2006); and Vancouver, More, and Yoder, (2008), signalled the potentially debilitating relationship between task specific efficacy (specific form of efficacy) and task performance. Sitzmann and Yeo (2013) supported such findings by calling into question the generalised conviction that domain specific efficacy is positively related with task performance. Notwithstanding the generalised motivational aspects of social cognitive frameworks, Yeo and Neal, (2006) called for further research to elaborate the dynamics relating to self-efficacy effects. However, beyond Yeo and Neal, (2006) very few studies have examined the linkage between domain specific efficacy and performance, a notable exception being, for example, leadership efficacy and leadership effectiveness (as illustrated by Ng et al. (2008)). Consequently, the present study aims to address the relationship between domain specific efficacy (linked to RE) and performance (linked to ME). By building on Ng et al.’s (2008) proposition of leadership efficacy, the present study posits that RE (a domain specific efficacy) is likely to be positively related to ME.

Dimensions of RE
RE is constituted of three broad dimensions: role making, role centering and role linkage (Pareek, 2008). Role making refers to the involvement of a role incumbent in defining and designing a role. Active involvement of a manager in designing a role: enhances employee-role integration; promotes a manager’s initiative-taking attitude; provides opportunities to try new and unconventional ways of solving problems; and, increase a manager’s tendency to confront and solve problems (Pareek, 2008). The role centering dimension of RE is concerned with increasing the importance of the given role. As a sense emerges that the given role is central to organization, this provides an opportunity to exercise influence and also enables an employee to grow and develop. Role centering portrays the power of role within organization and, through this, contributes to role efficacy (Pareek, 2008). The role linkage dimension extends the relationship of the said role with other functions and groups. It depicts the linkage of a role with other roles in an organization, provides opportunities for helping, and receiving help from, others. Role linkage also connects the role with systems, groups and entities beyond the organization. Thus role linkage supports the synergistic efforts to be more productive and remove the risk of role isolation (Pareek, 2008).

The next sections discuss the relationship of the specific dimensions of role making, role centering and role linkage (following Pareek, 2008) within RE and links them with ME as an integral part of the process of building the hypotheses for the argument. 

Role Making and Managerial Effectiveness (ME)

Role making constitutes the process of defining, clarifying and enacting organizational roles (Kahn, et al, 1964; Pareek 2008; Peng et al., 2016). Role theory stipulates that role making is an interactive process which enables a role incumbent to understand the demands and constraints placed on his/her behaviour in a given role. Furthermore, it also facilitates interpretation of feedback regarding his/her behaviour, and, helps him/her to identify the accepted pattern of behaviour in a given role (Katz and Kahn 1978). The involvement of the role incumbent in the role making process increases the degree of alignment between the role and role occupant and further reinforces role congruence. Involvement in role making processes enhances the role commitment of the incumbent and facilitates goal attainment behaviour (Yanagizawa and Furukawa, 2016). Similarly, role making leads to role clarity and role clarification has been found to be positively associated with job satisfaction which acts as a catalyst of effectiveness (Hassan, 2013). Moreover, as part of this assessment, managers will typically have a range of individual capabilities to contribute in terms of skills, experience and technical expertise and the notion of participation of the role incumbent in the role making process assumes that the assigned role should enable managers to employ their respective capabilities (Pareek, 1987). Furthermore, the role making process can be seen as analogous to the goal setting process. Locke (1966; 2002) and Travers, Morisano and Locke (2014) view goal setting as an organizational intervention which can augment employees’ task motivation and subsequent employee performance and this is further underpinned by a range of valuable studies (Pritchard et al, 1988; Cameron and Green, 2015). Moreover, it is interesting to note that the Management by Objectives (MBO) literature (Yanagizawa and Furukawa, 2016) also supports the present study’s proposition i.e. involvement in role making and goal setting processes is a determinant in role performance. MBO has been characterised as a management planning and controlling tool which helps in self-regulation and which negates the discrepancy between role objective and role behaviour (Kanfer & Kanfer, 1991 (​http:​/​​/​onlinelibrary.wiley.com​/​doi​/​10.1111​/​jpr.12128​/​full" \l "jpr12128-bib-0009" \o "Link to bibliographic citation​)). 

From a more negative perspective, longstanding research has also indicated that role-based stress considerably diminishes the role incumbent’s ability to utilize his/her competencies and the available organizational resources (Pandey, 1995) and that stress can aggravate and lead to deterioration in the performance of a role carried out by an incumbent. Research has demonstrated that where a given role incumbent has input into the design of a role this can be an important factor in mitigating role-based stress (Pareek, 1987; Pestonjee and Pandey, 1996; Beauchamp, et al., 2002; Bray et al., 2004; Karve and Nair, 2011). Hence, it is useful to indicate that role making potentially serves managers in improving their effectiveness. Overall, the above arguments allow the establishment of Hypothesis 1 which states:

Hypothesis 1: Role making will be positively and significantly related to ME.


Role Centering and ME

Pareek (2008) indicated that employees’ belief that their occupied role is central to the organization, the department, or team, is likely to boost their potential effectiveness. Alternatively, possession of a sense that a role was less important tended to diminish an employee’s potential effectiveness. According to a number of writers in the area of RE research, role centering can be viewed as the extent to which any person in a given position can exert the position’s influence and power (Pandey, 1995, Pestonjee and Pandey, 1996; Pareek, 2008; Bamel et al, 2016). Thus, role centering may be seen in essential terms as the perceived importance of a role in an organization. A prescient sense of importance contributes to the intrinsic motivation of the role incumbent and, for instance, a meta-analysis by Cerasol et al., (2014) confirmed intrinsic motivation as a fundamental component of performance behaviour. Kanfer et al., (2008) corroborated this view and suggested that intrinsic motivational force guides the direction, intensity, and persistence of performance behaviours. 

A further important component of role centering is the role incumbent’s perception that the position offers him or her opportunities for growth and development i.e. the perception that opportunities for change and evolution are available makes employees more effective (Pareek, 2008). Role centering may also be taken as a component of employee empowerment. Employee empowerment is widely believed to improve employee engagement and subsequently their performance (Ugwu, Onyishi and Rodríguez-Sánchez, 2014). Role-centering advances a role incumbent’s satisfaction within the assigned role and, as such, employees are more likely to be committed to their professions and organisations (Gupta and Khandelwal, 1988). In summary to this section of the discussion on role-centering, it is possible to propose that role centrality, associated with ability to exercise influence in the work place and opportunities for further development, customarily leads to ME. Thus:

Hypothesis 2: Role centering will be positively and significantly related to ME.


Role linkage and ME

Role linkage is the connecting of one’s role with that of others in the organization or expanding the relationships of the role with others. Role linkage mechanisms facilitate communication processes and promote collective discussion on problems. Consequently, the overall linkage process amplifies the potential effectiveness of the role incumbent (Hong, 2002; Pareek, 1987, 2008). Harvey and Kou (2011) supported this view and added that collective engagement in tasks can generate creativity. In a similar vein, Jain and Juneja (2011) also opined that role linkage causes innovation in connection with roles and Priyadarshini (2009) correlated it with organizational productivity resulting in heightened effectiveness. 

In addition, joint efforts by employees in understanding problems, findings solutions and helping each other in their roles are likely to improve role effectiveness (Pareek, 2008). On occasion, the role holder may not find himself or herself sufficiently resourceful in terms of knowledge, skills, abilities and experiences to be able to fulfil the multifaceted demands of tasks. Where this occurs, it may contribute to role stress which potentially harms effectiveness (Wincent and Örtqvist, 2009). The feeling of belonging and helping within relationships can generate a virtual inventory of diversified skills, knowledge and abilities. A readily available pool of capabilities may significantly enhance the potential of the role occupant and generate synergy in efforts between employees. The concept of team, where roles are often inter-dependent may also strengthen this view. The role incumbent’s belief that others are available to help him or her out in adverse conditions also dilutes the fear of unexpected and unknown outcomes. In contrast, a feeling of isolation hampers motivation even if the role incumbent is able to fulfil role demands. Therefore, a person working without any linkage with another colleague would generally be seen to be less productive. In addition to role linkage within an organization, the linkage of role beyond the boundaries of an organization may also motivate a role occupant to work more effectively. The role incumbent’s belief that his or her role outcomes would add value to a larger group is more likely to motivate him/her and Pareek (2008) termed this super-ordination. Thus, it may be deduced that super-ordination, coupled with sense of inter-role linkage and belongingness, engenders effectiveness. This argument underscores the potential significance of role linkage in predicting ME leading to the next hypothesis of the study:

Hypothesis 3: Role linkage will be positively and significantly related to ME.









The present study examines the relationship of dimensions of RE with ME and focuses on managerial level employees from ‘mid and large capital’ manufacturing organizations. In order to assess the research hypotheses, the study employs a quantitative sequential survey design. Sequential survey design was preferred in order to reduce the common method variance (Podsakoff et al., 2003; Podsakoff et al., 2012). 








The scale for measuring RE perception and its factors i.e. role making, role centering and role linkage is drawn primarily from the seminal conceptual work of Pareek (2008). The scale consists of twenty sets of statements (a total of 60 statements, three statements in each set). Role making has eight sets of statements. For example, one aspect of role making is ‘freedom to take initiatives’ in a given role. Participants were provided with a set of three items and asked to tick the one that most appropriately described their belief regarding the item. By way of illustration, a sample set of items for role importance was: 1 (I have little freedom in my role; I am only an ‘errand’ [runner]); 2 (I operate according to the direction given to me); 3 (I can take initiatives in my role). The Cronbach alpha for the role making was .68. 

In order to assess role centering, 6 sets of statements were used, for example: ‘role importance’ is one aspect of role centering and, in order to test this, the three statements were employed. The three statements were anchored as, for example: 1 (very little importance is given to my role in this organization; I feel peripheral here); 2 (I am doing a useful and fairly important work); 3 (my role is very important in this organization; I feel central here). The Cronbach alpha for role centering was .69.






In order to assess ME, we used well-established but adapted aspects of Mott’s (1972) seminal work. Mott (1972) employed this metric for measuring effectiveness at department and organizational level. It is important to note that subsequent scholars (Luthans et al., 1988; Singh Chauhan et al., 2005; Bamel et al., 2011, 2015) have used this metric for measuring effectiveness at individual level i.e. ME. Bamel et al., (2011) reported a good reliability of ME scale i.e. 0.78. Items from this scale are measured on a five-point Likert Scale in which 1 refers to ‘poor’ and 5 refers to ‘excellent’. This instrument measures the desired behavioural aspects of a managerial job (i.e. responsiveness towards changes and orientation towards quality). The example item included: ‘How good a job is done by you [in relation to your division] in anticipating problems that may come up in the future and preventing them from occurring or minimizing their effects?’ Similarly, another sample item was: ‘When changes are made in the routines or in the equipment, how quickly do you accept and adjust to these changes?’ The reliability coefficient i.e. Cronbach alpha for ME was .67.  

Data Collection
A total 32 organizations agreed to participate in the study. Access approval was sought and confirmed from the organizations. The research team requested that data collection take place at the participants’ place of work. One of the objectives here was to make respondents more comfortable and thereby more able to engage fully with the study. 

Once access had been agreed, the human resources department of the collaborating organizations was requested to nominate three to four managers (only one nomination from a given department) having at least two years of employment with the organization to participate in the survey. A minimum of two years affiliation period was deemed appropriate as a sampling criterion because this underlined a degree of integration in the firm which was required for the RE & ME constructs. 143 executives were nominated in first round of nomination. Thereafter, the nominated executives were asked for the next round of nomination of employees following the same criteria as the previous selection. Second round of nomination nominated 235 participants. One purpose of this approach was to mitigate bias by the human resource departments and, moreover, to better represent the internally perceived culture of the organization. In this way a snowball sampling procedure was followed. 

Data from participating managers were collected at two different time points. At time point one, a twenty-item questionnaire which captured the RE perception of participants was administered in the workplace. A total of 378 questionnaires were returned, resulting in a response rate of 84 percent. At time 2, an eight-item ME questionnaire was sent to a sample set who had responded to the first phase through their email address and responses were sought on their ME. Finally, after a preliminary screening, a sample set of 294 responses was deemed suitable for analysis. 

The average age of participants was 38.3 years and the average period of employment was 12.6 years. 80 percent of the sample members were male; 60.3 percent participants were employed in private organizations; and 44.3 percent of the sample was comprised of junior level managers. Approximately six percent of participants held a Ph.D degree; 41.7 percent of participants were degree-level graduates; and 44.5 percent of participants indicated attainment of postgraduate qualifications. In the Indian case under examination, it was recognised that, in the Indian context, managers generally tend to be a graduate, and occasionally a postgraduate entry profession. 

There are many commonalities in both the RE and the ME variables of the study i.e. both are perceptual in nature, are collected from the same source, and, are self-reported. These commonalities could be a potential source of common method variance (Podsakoff et al., 2003; Podsakoff et al., 2012). Hence, in order to eliminate or minimize common method variance the study employed procedural remedies advocated by Podsakoff et al. (2003). First, a different response format was used for both variables. The ME scale was measured on a five-point Likert Scale, whereas, sets of statements were used to assess RE. Secondly, different media were used for collecting responses for both variables. The RE scale was administered personally and respondents were asked to agree to provide their email addresses for further communication. Then, the ME scale (as an embedded link) was mailed to the same set of participants after forty-eight hours from the time point where responses for RE was collected. 


Reliability and Validity of Measures 

In order to ascertain the psychometric properties of measures used, reliability and validity scores were calculated. The Cronbach alpha values for role making (.68), role centering (.69), role linkage (.71) and ME (.67) were found to be close to .70 and hence within an acceptable range. George and Mallery (2003: 231) suggest the following criteria for ascertaining the reliability of a measure: ‘_ > .9 – Excellent, _ > .8 – Good, _ > .7 – Acceptable, _ > .6 – Questionable, _ > .5 – Poor, and _ < .5 – Unacceptable’.  A number of researchers also corroborate these criteria (see Cortina, 1993: Gliem & Gliem, 2003) and therefore the results are towards and in the domain of ‘acceptable’. An alternative indices of reliability i.e. Guttman’s lambda 2 (λ 2) was also calculated to ascertain the reliability of used instruments. The λ2 indices for role making (.71), role centering (.73), role linkage (.74) and ME (.71) were again found in the acceptable range and hence ascertain the moderate reliability of the instruments used.  


To ascertain validity of the measures used, a series of confirmatory factor analysis (measurement model) was conducted using structural equation modelling. Results of the full measurement model (five factor structure) demonstrated good psychometric properties. The fit indices indicate a good fit with the data, χ2 = 438.26 (df 80), p = .00, χ2/df = 1.28, comparative ﬁt index (CFI) = .93, Tucker–Lewis index (TLI) = .92, root mean square error of approximation (RMSEA) = .031, PCFI = .90 (Hair et al. 2005). To test the discriminant validity of the constructs the study compared the five-factor model with four-factor nested models. The obtained fit statistics (Table 1) demonstrated the fit superiority of the four-factor model over competing models (Alfes et al., 2013). Since data were collected from the same source, possibilities of inflated inter-correlations among RE and ME can be ruled out. Therefore, we calculated the variance inflation factor (VIF) to ascertain the non-existence of multicollinearity. The VIF values for role making (1.25), role centering (1.21) and role linkage (1.13) negate the existence of multicollinearity (Aquino & Bradfield, 2000; Hair et al., 2006). 


Insert Table 1 about here


Analysis and Results 

In order to test the hypotheses of the study, the data gathered were analysed using multiple hierarchical regression analyses. Multiple hierarchical regression analysis is an appropriate analytical technique and has been used extensively in scholarly examinations of a similar nature i.e. to test predictor function of/relationship between the independent variable and dependent variable (Aquino & Bradfield, 2000; Ng et al., 2008). Table 2 presents the results of descriptive statistics (mean and standard deviation) of RE and its subscales and ME. The categorical variables are quantified before analysis (Gender = 0 for female and 1 for male; education = 0 for graduates, 1 for postgraduates and 2 for others; managerial level = 0 for Junior level, 1 for middle level and 2 for senior level; type of organization = 0 for private and 1 for public organizations). The values of the correlation analysis of scales and subscales with the criterion variable are also listed. The results indicated that RE factors are positively and significantly correlated with ME i..e (role making and ME= .36**, role centering and ME= .33**, role linkage and ME= .29**, p<.01 two tailed). 







The aim of the study was to examine the relationship of dimensions of RE with ME. A hierarchical multiple regression analysis was carried out to see whether dimensions of RE i.e. role making, role centering, and role linkage are significantly related to ME. The demographic variable i.e. age, gender, education, managerial level and type of organization were considered as control variables. The independent variables were entered as follows: step one control variables (age, gender, education, managerial level and type of organization), step two: step one + role making, step three: step two + role centering, step four: step three+ role linkage. Table 3 presents the results of hierarchical multiple regression analysis. 

The first model contained the explanatory variables, age, gender, education, managerial level and type of organization and explained 1.4 per cent (R2 .014; F (1, 292) 4.023, p >.05) variance in the dependent variable. In the second model, role making was added and this increased the variance significantly by 14 per cent (R2 .141; F (2, 291) 42.936, p >.01). The third model added role centering, which is also significant and increased R2 by 4 per cent (R2 .181; F (3, 290) 14.098, p >.01). The fourth model added role linkage which significantly improved the R2 by 4.2 per cent (R2 .223; F (4, 289) 15.516, p >.01). Moreover, the fourth model which significantly improved the variance of the lower order model was retained. The retained model significantly explained approximately 22.3 per cent variance in ME (R2 .223, adjusted R2 212 per cent). The results of multiple hierarchical regression analysis (step two, Table 3) accept hypothesis one (standardised beta value .217, t (3.73) p <.0.01); hypothesis two (standardised beta value .182, t (3.18) p <. 0.01); and hypothesis three (standardised beta value .218, t (3.93), p<. 0.01). In order to measure the strength of relationship, effect size was also calculated and a medium effect size was (Cohen f2= .28) observed. To check the sensitivity of the test, the power of the test was also calculated and found to be very high (1-β = .99). Thus, the study empirically proves a positive and significant relationship of RE with ME and therefore, objective of the study was achieved.   












The findings of the study advance understanding of social cognitive theory and adaptive self-regulation process in a number of ways. First, recent research (including Yeo and Neal, 2006; Vancouver et al., 2008) reported negative or debilitating relationships between domain link efficacy and task performance. While the above findings might challenge the generalizability of social cognitive theory, in contrast, the present examination enhances the theoretical legitimacy of social cognitive frameworks. The research findings empirically established normative frameworks for RE and registered it as one of the factors which underpins productivity improvement and goal attainment. The argument findings provide a backdrop for future inquiries which could extend understanding of the dynamics of domain-linked efficacy. 

Secondly, by examining ME from the lens of social cognitive perspective, the argument has sought to synthesize and integrate important theories and models in ME research. The findings demonstrate that RE can generate a positive and motivational state for a manager which, in turn, is strongly related to his/her salient organizational behaviours. In this vein, Sparrow and Cooper (2014) suggested organizations should develop conditions which motivate employees to exhibit organizational behaviours which generate performance and create value for organizational stakeholders. 







The major practical contribution of the present study is that it focuses on the individual manager and provides insight into ME in the Indian context from the point of view of actors who seek to be effective at work. RE emerged as an organizational development intervention in response to the interacting processes of the individual and the organization. This study underscores that role perception remains an important consideration for organizations as our results support the function of RE on ME in a specific cultural context. In order to be committed and effective, managers need to feel that they are involved in their assigned roles. As Sayeed and Jain (2001) indicated, a clear understanding of role fosters a sense of purpose that further reinforces the employee's attachment to his or her organization. Notions of role making can promote this feeling and would enhance ME. Role making could be seen as a ‘worker-focused holistic approach’ with which to improve employee performance. In the contemporary diversified and competitive business environment, Indian organizations are tending to develop cultures of involving the employees in the role designing process. As suggested by previous research (Jain and Juneja, 2011) role-making sometimes might be a complex process but it can also: motivate incumbents to initiate affirmative action plans; develop positive attitudes towards surroundings and work groups; enable best utilization of resources i.e. human skills, knowledge, experience, and, predict both employee and organizational effectiveness. Thus, the degree to which a role incumbent succeeds in fulfilling a stakeholder’s expectations, depends largely on opportunities the role provides to its incumbent to apply his or her competencies. Therefore, in the present argument we recommend that organizations involve their executives closely in the design of their task and role structure.  

Additionally, the empirical findings supported the association of role centering with employee motivation, commitment and performance thus organizations are recommended to make efforts to widen the act of role centering. When the perception of role centering of a manager is high, he or she may assume adequate control over their occupied role, which in turn creates a sense of responsibility and accountability towards others. Role centering allows managers to influence organizational processes such as decision making, scheduling, problem-solving and strategy development. The overall effect and mechanism can develop a sense of empowerment which boosts the occupant’s motivation to perform. 

Furthermore, synergy among managers can be enhanced thorough the endorsement of role linkage as it improves the availability of competitive factors such as knowledge, skills and abilities which can boost their effectiveness. The joint efforts of employees in understanding problems, finding solutions and helping each other in their roles are likely to improve effectiveness (Pareek, 2008). Moreover, the feeling of belonging and engaging in supportive relationships can facilitate the generation of a virtual inventory of diversified skills, knowledge and abilities. The readily available pool of capabilities significantly increases the potential of the role occupant and generates synergy in efforts. Therefore, it is meaningful for organizations to put efforts into increasing the RE of managers. Possibly, this may help them to design their roles and task standards, devise behaviour strategies to achieve the designed task and regulate their behaviour so as to mitigate factors that might detract from role performance. 









This research aimed to examine the previously underexplored RE and ME relationship in an Indian context. The study hypotheses were based on social cognitive mechanism and adaptive self-regulation mechanism theories. A quantitative research design was employed in order to answer the research questions. The assumptions of the study were met as the results demonstrated that RE contributes to ME in the Indian setting under examination. The following key points conclude the main findings of the study.  

	The importance of considering the role incumbent’s views on role making encompassed: full utilization of experience and knowledge; freedom to work independently; use of creative work assignments; engendering a problem solving attitude in the incumbent; achievement of a sense of satisfaction taken in assigned tasks; provision of opportunities for innovation; and, assisting others, all play a role in improving the role incumbent’s effectiveness. 
	Role centering which includes: access to important role assignments, participation in decision making and learning, and, a feeling of centrality and influence on colleagues, all significantly enhance ME.   
	Role linkage in organizations which includes: close collaborations with colleagues; helping group members; contribution to the well-being of colleagues and others; and, membership of problem handling teams or task forces all noticeably lead to ME.
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